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ABSTRACT. This study explores the expectations that 
Millennial job seekers have regarding their future 
employment as the economic situation changes. This 
study also explores to what extent companies in Czech 
Republic respond to these expectations. The theoretical 
framework guiding this study is the anticipatory 
psychological contract (APC). A mixed-method research 
design is employed using the Delphi method to investigate 
the expectations of final-year business university students 
and a content analysis of companies’ profiles. The 
research was conducted in Czech Republic in the 
academic year 2018/2019. The results indicate that 
business students give the highest importance to the 
factors such as career development, financial reward and 
work-life balance when searching for an employer. 
Furthermore, the findings show that companies only 
partially respond to student expectations and meet them 
insufficiently, as indicated by their company profiles. The 
study contributes to the literature on anticipatory 
psychological contracts by using APC dimensions as a 
relevant framework to assess the fulfilment of Millennials’ 
workplace expectations. Moreover, the study provides 
useful information for companies, HR managers, and 
recruitment specialists to design and implement effective 
recruiting strategies. 
JEL Classification: M12, 
M51 
Keywords: anticipatory psychological contract, Millennials, 
workplace expectations, Delphi method, content analysis, Czech 
Republic. 
Introduction 
In the contemporary labour market, Generation Y also referred to as the Millennials 
(born between 1982 and 2000) is the fastest-growing workforce segment that represents a 
significant proportion of today’s workforce (Moore, Grunberg & Krause, 2015; Ramesh & 
Vasuki, 2013). Since 2020, this generation constitutes over a third of the global workforce 
(Manpower Group, 2016). Millennials have grown up in a different world than the generations 
that preceded them (Baby Boomers, Generation X). Internet and other technologies have 
become an integral part of their life (Wong et al., 2008). This generation is more technically 
literate, better educated and highly informed than the previous generations (Eisner, 2005). They 
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appreciate diversity and are considered as skilled multitaskers (Weber, 2017). They are also 
labelled as proactive and adaptable generation (De Hauw & De Vos, 2010). Hence, Generation 
Y's entrance to the workplace presents many challenges for organisations in which high-skilled 
and high-performing workers are assets (Eisner, 2005). 
There is growing evidence that the Millennial talent that possesses new and unique skills 
and capabilities has become one of the key factors of organisational success and an important 
source of competitive advantage in the current globalised business environment (Zupan, 
Mihelič & Aleksić, 2018). It is also obvious that, because of the ageing workforce, the struggle 
for talent, and the shortage of skilled workers, companies are under increasing pressure to attract 
and retain Millennials to meet current and future organisational goals. As indicated by (Ruchika 
& Prasad, 2019), due to the positive economic climate before the COVID-19 pandemic, the 
demand for qualified workers was increasing faster than ever. Thus, companies need to focus 
on recruiting and retaining this generation of workers (Lowe, Levitt & Wilson, 2011; Todorović 
& Pavićević, 2016).  
To attract the Millennial generation successfully, it is more important than ever for 
companies to understand their employment expectations (Zupan, Mihelič & Aleksić, 2018). 
Some studies have found that, unlike previous generations, the Millennials have significantly 
different expectations of the future workplace (Ng, Schweitzer & Lyons, 2010; Lowe, Levitt & 
Wilson, 2011). A better understanding of these expectations will provide companies with 
critical information to develop and implement effective recruitment and retention strategies (De 
Vos, De Stobbeleir & Meganck, 2009; Ng, Schweitzer & Lyons, 2010). Conversely, failure to 
meet these expectations can negatively affect prospective employee intentions of joining an 
organisation. Some authors (De Vos, De Stobbeleir & Meganck, 2009; Gresse, Linde & Schalk, 
2013) argue that a useful concept to better understand Millennials’ expectations is the 
psychological contract; more specifically, the anticipatory psychological contract (APC).  
Furthermore, some researchers have suggested that Millennials’ expectations of future 
employment can be influenced by the socioeconomic contextual factors (De Hauw & De Vos, 
2010; Dziewanowska, Pearce & Zupan, 2016). However, most studies regarding Millennials’ 
expectations were carried out in the U.S. and Western European context. Moreover, they were 
conducted during the periods of economic crisis and recession (Ng, Schweitzer & Lyons, 2010; 
Parry & Urwin, 2011; Dziewanowska, Pearc & Zupan, 2016). Hence, this study is conducted 
in the context of Czech Republic, which is characterised by a prosperous market economy and 
low unemployment. More particularly, the unemployment rate has continued to decrease and, 
at below 3%, was among the lowest among the OECD countries (OECD, 2020). Additionally, 
the youth unemployment rate (young people under 25) of 6.3% was one of the lowest in the 
EU28 (Eurostat, 2018). However, the growth of  Czech economy is negatively influenced by 
the limited availability of the local workforce as the population in the 15–64 years age group 
has declined steadily. This decline is mainly because of the ageing Czech population, which is 
getting older faster than most European countries (OECD, 2018). Moreover, Czech labour 
market is shifting towards higher-skilled jobs. From 1997 to 2017, Czech labour market shifted 
from medium-skilled towards high-skilled jobs, while such sectors as manufacturing, IT, and 
business services continue to expand (CEDEFOP, 2018). Thus, it is expected that the demand 
for a highly skilled workforce will grow, and Czech companies will face increasing difficulties 
in finding the needed workforce.   
The purpose of the present study is to explore the expectations the Millennials have 
regarding their future employment and to what extent the selected companies in Czech Republic 
respond to these expectations. The theoretical framework guiding this study is the Anticipatory 
Psychological Contract. More particularly, the dimensional model of APC (Lub et al., 2016) 
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and APC structural model (Gresse, Linde & Schalk, 2013) are adopted. This study focuses on 
the final-year business university students seeking their first jobs.   
The study contributes to the literature on generations, particularly Millennials, in the 
workplace, by examining the actual expectations of this group. Next, the study contributes to 
the literature on APC by using APC categories as a relevant concept to assess the fulfilment of 
the Millennial workplace expectations from the employers’ perspective. Finally, the study 
provides useful information for HR managers and recruitment specialists to help them design 
the most effective recruitment process.  
The paper proceeds as follows. First, a literature review is conducted regarding the APC 
and the expectations of the Millennials. Second, the research design is explained. Third, the 
findings are reported and discussed. Finally, the conclusions, implications, as well as the scope 
for future research, are discussed. The study’s limitations are also discussed. 
1. Literature review 
1.1. Workplace Expectations and the Millennials 
Generation Y (born between 1982 and 2000 and also referred to as Millennials, Echo 
Boomers, Nexters, and Generation Me) are usually defined as a demographic cohort following 
Generation X (Moore, Grunberg & Krause, 2015; Dziewanowska, Pearce & Zupan, 2016). 
Millennials have grown up in economic, social, and political contexts that are distinct from 
those of previous generations; thus, they are expected to have different expectations related to 
work and employment (Lowe, Levitt & Wilson, 2011; Mičík & Mičudová, 2018; Thompson & 
Gregory, 2012). According to Linde and Greece (2014), expectations refer to the individual’s 
anticipation of receiving something. Sutton and Griffin (2004) use the term ‘pre-entry 
expectations’ to describe prospective employees’ expectations formed prior to organisational 
entry. Moore, Grunberg and Krause (2015) define expectations as individuals’ beliefs about 
what the company will provide in areas such as rewards, benefits, career development, and job 
security. The failure of organisations to meet the expectations of potential employees may lower 
their intention to choose and apply to the organisation (Gresse, Linde & Schalk, 2013). 
Therefore, it has become a challenge for organisations to understand the expectations of their 
future employees and work on these expectations to attract the right candidates. 
Ng, Schweitzer, and Lyons (2010) claim that Millennials have higher expectations of 
future employment than did previous generations. De Hauw and De Vos (2010) demonstrate 
that Millennials have high expectations in areas such as job content, training, career 
development, and financial rewards. Gresse, Linde and Schalk (2013) found similar results 
regarding university students, identifying expectations such as attractive remuneration, 
benefits, personal skill development opportunity, and career opportunity. According to Ng, 
Schweitzer and Lyons (2010) the most important Millennial expectations when choosing 
employment are career advancement, work variety, and challenge. Some studies (Ng, 
Schweitzer & Lyons, 2010; Lub et al., 2012) indicate that well-being, respect, and work-life 
balance are hugely important for Millennials.  Furthermore, Cennamo and Gardner (2008) state 
that Millennials have high expectations regarding social involvement and a good relationship 
with supervisors and co-workers. Moreover, Dziewanowska, Pearce and Zupan (2016) 
confirmed that young business students have high expectations about stability from employers. 
According to Todorovič and Pavićević (2016), students consider good working conditions and 
work environment as important expectations.   
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1.2. Anticipatory psychological contract 
The APC (De Hauw & De Vos, 2010) is an important theoretical framework for 
understanding Millennials’ expectations with respect to their future employment. Ruchika and 
Prasad (2019) consider APC as a crucial factor in the final employment decision of a candidate. 
They define APC as a mental map that prospective employees form about an organisation. It 
consists of promises prospective employees want to make to their future employers and 
obligations they seek in return (De Hauw & De Vos, 2010). Similarly, some authors argue that 
before future employees commence formal employment, they already have a mental model 
regarding their expectations of their employer, which further affects their choice of future 
employment (Rousseau, 2001; Gresse, Linde & Schalk, 2013).   
The APC is formed in the period preceding organisational entry, when job seekers 
develop expectations regarding their potential employer and employment relationship (De Vos, 
De Stobbeleir & Meganck, 2009). Knowledge and information gathered by the individuals 
when choosing their prospective employer play a significant role in forming APC (Rushika & 
Prasad, 2019). According to Stoilkovska and Markovič (2015), information from organisations 
on their employment practices has become important in shaping the APC. Dziewanowska, 
Pearce and Zupan (2016) stated that employers also influence APC formation through 
internships and cooperation with universities; furthermore, the socio-economic context plays 
an important role in APC formation.  
Based on the content-based typology of the psychological contract, Lub et al. (2016) 
distinguish between the following five dimensions of APC fulfilment: job content, career 
development, social atmosphere, the fairness of organisational policies, and rewards. De Vos, 
De Stobbeleir and Meganck (2009) also introduced five dimensions of employer obligations:  
Interesting job content and career opportunities (related to work-intrinsic types of incentives), 
social atmosphere and work-life balance (related to the job context), and financials (related to 
the material aspects).  
Gresse, Linde and Schalk (2013) have proposed a structural anticipatory psychological 
model involving an expectation of both individual and general prospective employees, as well 
as the factors influencing these expectations. The individual expectations include an attractive 
salary, benefits, employee assistance, personal skill development opportunities, status in the 
workplace, and mobility opportunity. General expectations include a reasonable salary, 
necessity benefits, reasonable conditions of employment and environment, employee 
development and well-being, job-related skills development, and respect in the workplace.  
Both the modified dimensional model of the APC and the structural anticipatory psychological 
model were used in this study.  
The following research questions were developed from the literature review: 
RQ 1: What expectations do business university students have regarding their future 
employment? 
RQ 2: To what extent do selected companies respond to the expectations business 
university students have regarding their future employment? 
2. Methodological approach 
This study is based on a two-phase approach. Phase one employed the Delphi method 
to identify Millennial students’ expectations regarding their future employer and establish 
consensus on these expectations. Phase two conducts a content analysis to assess the extent to 
which companies fulfil students’ expectations. Thus, to provide a complete picture of the 
surveyed problem, quantitative and qualitative elements were used in both methods.   
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2.1. Phase One – Delphi study 
Delphi method was used to address the first research question (RQ1). Delphi is a formal 
consensus method and a systematic means for measuring and developing consensus among 
participants regarding a particular topic (Linstone, &Turoff, 1975; Green, 2014). Using the 
Delphi method, researchers can obtain accurate data by means of questionnaires distributed to 
a group of participants (experts). The Delphi Method is accepted as a useful method for solving 
problems, as a planning tool for forecasting future trends, and for recruitment purposes (Nevo, 
& Chan, 2007, Humphrey-Murto, & de Wit, 2019). This method uses a set of carefully designed 
questionnaires with summarised information and feedback of opinions derived from earlier 
responses of participants to gain new information about a particular topic (Green, 2014). The 
Delphi process is conducted over several rounds, initial and subsequent (Geisser, Alschuler, & 
Hutchinson, 2011). Some authors suggest that the number of rounds for Delphi should be 
determined a priori; others, however, suggest that the process should stop when an agreement 
has been reached (Humpphrey-Murto, & de Wit, 2018). In this study, three rounds were 
undertaken (for detailed description see below sub-chapter 3.1).  
To measure the degree of consensus in the ranking of the items across all participants 
within an expert panel, Kendall’s coefficient of concordance (W) in Equation (1) is applied in 









𝑘2 ∗ (𝑛3 − n)
 (1) 
 
To test the significance of W for results of Delphhi study, the formula (2) was used. 
  𝑥2 = 𝑊  𝑘(𝑛 − 1) (2) 
 











The selection of the panel of experts is a critical aspect of the Delphi method (Pollard, 
C., & Pollard, R. 2004). Expert panel selection in this study was based on the following criteria: 
the participant is a final-year business student (bachelor’s or master’s programmes) and is 
seeking employment. The Delphi panel in this study consisted of 87 final-year faculty of 
economics students, of which 38 were enrolled in the master's programme and 49 in the 
bachelor’s programme. All students represented the Millennial generation (they were born 
before the year 2000).  
2.2. Phase two – Content analysis 
To address the second research question (RQ2) a content analysis of the company 
information in job-fair catalogues was employed. Company information included in job-fair 
catalogues can help in the decision process of applicants. Content analysis is a research 
technique that employs systematic and quantitative description of the content (Berelson, 1952). 
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Before the analysis, coding rules were developed and pretested on a sample of the text by two 
coders.  Afterwards, some items were removed, and others were added to the given categories. 
Thus, to obtain a consensus on the coding process, both coders separately analysed information 
from the chosen company profiles and placed them into the following eight categories: benefits, 
social atmosphere, training opportunities, career development, the stability of the company, job 
security, work-life balance, and rewards. They were derived from the modified dimensional 
model of the APC contract (De Vos, De Stobbeleir, & Meganck, 2009; Lub et al., 2016), the 
structural anticipatory psychological model of Gresse, Linde and Schalk (2013), and the Delphi 
study findings. 
Sample 
For this study, job-fair catalogues from 2017 and 2018 were chosen. These catalogues 
were designed for the career fairs at the Czech Technical University and the University of West 
Bohemia, as well as the students participating in the career fairs. Both universities are among 
the largest universities in the Czech Republic. The selection of the company profiles included 
in these job-fair catalogues was based on the following inclusion criteria: a) The company 
profile must be primarily focused on searching for prospective employees and b) the target 
group of potential employees must be business, economics, and management students seeking 
a job. A total of 152 company profiles (65 in 2017 and 87 in 2018) were included in the content 
analysis. These profiles were published by 111 companies, of which 39 companies were 
included in both the 2017 and 2018 catalogues. The sample of analysed company profiles 
comprised 74% large enterprises and 26% medium and small enterprises. 
3. Conducting research and results 
3.1. Delphi study 
This subchapter presents the findings of three rounds Delphi study. The first round 
(initial stage) constructed the issues related to the research. In this case, the participants were 
asked to indicate items that are important for young people when looking for employment. More 
particularly, the following open-ended question was asked: ‘What expectations do you have of 
future employers in business fields while selecting them?’ In the first round, students of the 
Master’s programme (n = 38) indicated 42 items. Students of the Bachelor’s programme (n = 
49) listed 29 items. Some of them were further aggregated. For example, ‘working 
environment’ and ‘working equipment’ were grouped under ‘working environment or 
equipment’, and ‘language courses’ were included in ‘training opportunities’. Two items with 
very low records were not included in the second round of questioning. The final list included 
21 items for students of the Master’s programme and 22 for students of the Bachelor’s 
programme. We intended to leave the items in the original form as reported by the participants 
and only sort them according to the item importance point totals. That is, presented items 
represent the point of view of students on their expectations regarding future employment 
before COVID-19 pandemic in academic year 2018/2019. 
The second round provided the participants (experts) with feedback from the first round 
and presented them with a questionnaire. Participants were then asked to rate the items on the 
questionnaire using a predetermined 5-point Likert scale ranging from ‘Not at all important’ to 
‘Very important’. The Delphi moderator applied measures of central tendency to determine 
consensus from the second round. Table 1 presents the items obtained from the first round of 
questioning in the order of the second round for both groups of participants. That is, items are 
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sorted in order of importance. Thus, the list shows that an attractive and appropriate salary was 
the most important expectation for both group of students, followed by benefits and career 
opportunities for master’s programme students, and flexible working hours and career 
opportunities for bachelor’s programme students. Table 1 also contains descriptive statistics for 
the items rated in the third round. 
 
Table 1. Data from expert panels, rounds 2 and 3 
 
Students of the Master’s programme Students of the bachelor’s programme 
Round 2 – The final rank 
of items 
Round 3 – Descriptive 
statistics 
Round 2 – The final 
rank of items 


















67 1.76 1.42 1 
Attractive 
salary 
174 3.55 3.34 
2 Benefits 226 5.95 3.88 2 
Flexible 
working hours 




222 5.84 4.98 3 
Career 
opportunities 




357 9.39 5.43 4 Benefits 625 12.76 5.63 
5 
A good and 
friendly team 









410 10.79 3.89 6 Helpfulness 626 12.78 5.25 
7 Home office 328 8.63 5.71 7 
A good and 
friendly team 












364 9.58 5.20 9 
Training 
opportunities 
652 13.31 5.16 
10 
Stability of the 
company 













422 8.61 5.10 

















400 10.53 4.42 14 
Variety in 
work 
596 12.16 5.56 
15 Variety in work 537 14.13 4.83 15 
Trustworthy 
colleagues 
579 11.82 4.93 
16 
Respect for one 
another 








492 12.95 4.27 17 Professionalism 687 14.02 4.63 
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18 Work-life balance 579 15.24 4.56 18 
Respect for 
one other 
 13.59 4.38 





712 14.53 5.96 
20 Company car 687 18.08 3.76 20 Great superior 561 11.45 5.75 




819 16.71 5.23 
  22 
Teambuilding 
activities 
974 19.88 3.96 
 
Source: own data 
 
The third round provided feedback from the previous round to reach a final consensus 
or indicate whether a consensus can be reached (Green, 2014). In our case, the participants were 
asked to indicate their agreement with the list of items formed in round two. The highest 
agreement in the ranking was an appropriate salary, a good and friendly team, benefits (by 
students of the Master’s programme), and an attractive salary (by students of Bachelor’s 
programme). The highest disagreement in the ranking was for creativity in work (by students 
of the Master’s programme), a meaningful and challenging job, and flexible working hours (by 
students of the Bachelor’s programme). The final top ten items for both groups of students are 
displayed in Table 2. 
 
Table 2. Top 10 final items, student’s expectations regarding future employment 
 
Students of the Master’s programme,  
n = 38 
Students of the Bachelor’s programme, 
n = 49 
- Appropriate salary 
- Friendly team 
- Benefits 
- Career opportunities 
- Home office  
- Training opportunities 
- Personal development 
- Flexible working arrangements 
- Appreciation for good work 
- Stability of the company  
- Attractive salary 
- A good and friendly team  
- Career opportunities 
- Flexible working hours 
- A meaningful and challenging job 
- Pleasant atmosphere 
- Fair attitudes towards employees 
- An informal approach towards 
employees 
- Open communication 
- Opportunities for self-realisation 
 
Source: own data 
 
Kendall’s W (1) for students of the Bachelor’s programme is 0.335, and that for students 
of the Master’s study programme was 0.409. These calculated values indicate some level of 
agreement between participants (judges). 
The calculated value (2) for both groups is greater than the critical value (Master’s level, 
278,12 > 34,410, Bachelor’s level, 325,143 > 32,671, α = 0,05); thus, we can declare statistical 
significance and reject the null hypotheses. 
The average (Spearman) correlation coefficient in Equation (3), computed on the ranks 
of all pairs of participants, is 0.391 for students of the Master’s level and 0.381 for students of 
the Bachelor’s level. That is, r for both groups of respondents yields almost the same results 
and indicates a moderate consensus. 
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These findings provide evidence that some Millennial expectations (such as financial 
reward, a good team, and career development) are largely intrinsic to this generation. It 
confirms the idea that Millennials are inclined to have similar expectations regarding their 
future employment (Lub et al., 2016). At the same time, consistent with previous research (De 
Hauw, & De Wos, 2010), these expectations are also affected by individual differences. 
3.2. Content analysis 
This section reports descriptive statistics for each category in the analysed company 
profiles and results of analysis of total year-on-year changes in the frequency of these 
categories. 
 




Frequency/Percentage of recorded items in 
each category 
Frequency/Percentage of recorded 





Total No of 
records 











2/3% 63/97% 39/60% 2/2% 85/98% 39/45% 
Job content 12/18% 53/82% 35/54% 21/24% 66/76% 35/40% 
Career development 16/25% 49/75% 27/42% 25/29% 62/71% 27/31% 
Work-life-balance 18/28% 47/72% * 28/32% 59/68% * 
Training opportunities 23/35% 42/65% 16/25% 39/45% 48/55% 16/18% 
Social atmosphere 24/37% 41/63% 17/26% 42/48% 45/52% 17/20% 
Benefits 26/40% 39/60% 20/31% 24/28% 63/72% 20/23% 
Financial reward 36/55% 29/45% * 30/34% 57/66% * 
 
Source: own data 
 
Table 3 shows the total frequencies of the records in each category in the analysed 
company profiles. From the table, it is evident that company reputation and image is the most 
frequently occurring category in company profiles in both years. Particularly, 97% and 98% of 
company profiles included at least one item in 2017 and 2018, respectively. Furthermore, 60% 
and 45% had at least two items in this category in 2017 and 2018, respectively. This category 
was also the only one to appear in nearly every company profile. The second most popular 
category was job content. This category was presented in 82% of the company profiles in 2017 
and 76% in 2018. The third most popular category was career development, accounting for 75% 
of company profiles in 2017 and 71% in 2018. In the categories of career development and 
work-life balance, there has been a slight decrease in the number of companies that mentioned 
career development in the analysed profiles.  
The least occurring category in 2017 was financial reward, with only 45% of the 
company profiles including this category. However, in 2018, 60% of company profiles included 
this category, and it ranked higher than training opportunities and social atmosphere. Similarly, 
the category of benefits occurred in 60% of company profiles in 2017. However, in 2018, it was 
in 72% of company profiles. Thus, this category was ranked higher than career development, 
work-life balance, training opportunities, social atmosphere, and financial reward. These 
changes indicate that companies now place greater emphasis on these two categories.  
To measure the significance of year-on-year changes in the frequency of given 
categories, we used a two-tailed binomial test. The binomial test is used to compare the 
Dana Egerová, Jiří Kutlák,  
Ludvík Eger 
 ISSN 2071-789X 
 RECENT ISSUES IN SOCIOLOGICAL RESEARCH 
Economics & Sociology, Vol. 14, No. 1, 2021 
55 
frequency of cases formed in two categories of dichotomous variables (Bryman & Cramer, 
2005). 
 
Table 4. Statistical results of the Binomial test 
 
Significance level: .05 
Two-tailed hypothesis 
Total count:  21 
Positive signs count m+: 11 
Negative signs count m-: 10 
Z-score calculation (11-10.5)/√5.25 
Z-value: 0.21822; p-value 0.82726 
The result is not significant at p<.05 
Source: own data 
 
Based on the Binomial test results (Table 4), an alternative hypothesis was rejected, and 
a null hypothesis was, therefore, confirmed. Thus, we can conclude that the year-on-year 
changes did not have a significant impact on the change in the shares of the categories as a 
whole. Overall, there were 11 positive changes (share growth) and 10 negative changes (share 
drop). The results also strongly confirm the p-value, which reaches 0.83.  
Recognising the relative statistical weakness of the binomial test (Robertson, & Kaptain, 
2016), a statistically stronger Wilcoxon pair test was used to verify the obtained results. The 
calculation of the Wilcoxon pair test is based on the pair values of two measurements on one 
sample: X and X'. In contrast to the Binomial test, the differences are compared. Non-zero 
differences are, therefore, arranged in ascending order in absolute values (Walker, 2013).  
 
Table 5. Statistical results of Wilcoxon pair test 
 
Significance level: .05 
Two-tailed hypothesis 
Sample size (n):  21 
Sum. of positive ranks W+:  122 
Sum. of negative ranks W-:  109 
W-value:  85 
Critical value for W at n=19 (p<.05)  49 
Mean (W): 115.5 
Standard deviation (W):  28.77 
 
Source: own data 
 
The results of the Wilcoxon pair test (Table 5) confirm that, between 2017 and 2018, 
there was no significant change in the occurrence frequency of examined categories. Therefore, 
it is still possible to confirm the symmetrical distribution of the differences in the shares of the 
individual categories. A high p-value of 0.81 confirms the results. 
In summary, both tests show that the year-on-year effect did not have a significant effect 
on the occurrence frequency of the examined categories. However, this does not mean there 
will be no year-on-year changes, as confirmed by the analysis of the individual categories. 
4. Discussion 
This study provides insight into the expectations of Millennial students when selecting 
their prospective employer and how companies respond to these expectations. Moreover, the 
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fulfilment of several dimensions of the APC such as career development, job content, company 
reputation and image, work-life balance, training opportunities, social atmosphere, benefits, 
and financial reward from the company perspective has been explored. These issues were 
explored by formulating two research questions.   
Research question 1: What expectations do business university students have regarding 
their future employer? This question plays an important role in understanding how Millennials 
arrive at preferences for future employment. Furthermore, to attract the right candidates, 
companies need to understand the expectations of prospective employees and work on them.  
Overall, the results indicate high expectations regarding the career development, 
financial reward, and work-life-balance dimensions of APC. More particularly, both bachelor’s 
and master’s students expressed strong expectations regarding attractive and appropriate salary 
and career opportunities. This result is in line with that of previous research (Gresse, Linde, & 
Schalk, 2013) in which these expectations were found to be largely intrinsic to Millennials. It 
is not also surprising that both groups of students want an employer that will meet their needs 
for flexibility, personal development, and self-realisation. However, although Generation Y is 
being characterised as the most individualistic generation (Lub et al., 2016), both groups of 
students identified a good and friendly team as an important expectation. Furthermore, among 
bachelor’s programme students, this study found a higher need relating to social atmosphere 
expectations such as a pleasant atmosphere, fair attitudes towards employees, and an informal 
approach towards employees. This finding differs from that of De Hauw and De Vos (2010) 
who showed a lower expectation of Millennials regarding social atmosphere. A possible 
explanation is that their study was conducted during the time of recession, and this study is in 
a relatively prosperous and low unemployment period. By contrast, the benefits and stability of 
the company seem to be a requirement to master’s students. These findings support previous 
studies (Lub et al., 2016). 
In summary, no significant differences in expectations were found between master’s and 
bachelor’s students. More so, the results suggest that differences regarding expectations exist 
within subgroups of the students, which may be affected by a multitude of factors such as 
individual variables and formative experiences (De Haw, & de Wos, 2010; Moore, Grunberg, 
& Krause, 2014). Moreover, the findings reveal that some students’ expectations are influenced 
by the current economic context.   
Research question 2: To what extent do companies respond to the expectations business 
university students have regarding their future employer? More particularly, we investigated 
the extent to which companies consider Millennials’ employment expectations in their company 
profiles. This research question was approached from the APC perspective by analysing 
company profiles. 
From the findings, it is evident that the fulfilment of APC dimensions from the company 
perspective is low, and some of the Millennial expectations are not given sufficient 
consideration. The results show that company reputation and image is the most frequently 
occurring category in the analysed company profiles, whereas Millennials place the greatest 
importance on financial rewards. In fact, financial reward was the least occurring category in 
2017 in the analysed company profiles. Similarly, it was found that the social dimension and 
benefits are important for Millennial students, but the lower occurrence frequency of this 
category indicated that companies do not give priority to these dimensions. However, 
companies address dimensions such as job content, training opportunities, and work-life 
balance, which are important dimensions for Millennials.  
In summary, it should be noted that companies insufficiently considered Millennial 
expectations in their company profiles and only partially respond to these expectations. This 
failure consequently creates difficulties in finding Millennial talent and negatively affects 
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Millenials’ intention to join a company. Thus, insight into this group of young people and their 
expectations of work, to design and implement effective and appropriate recruitment strategies, 
has become an important task for the organisations of today.  
Conclusion 
This study contributes to the growing body of research on Millennials and APC in the 
following ways. First, the study examines Millennials’ (more specifically, final-year university 
students) expectations within an economic and national context different from those used in 
previous surveys. Second, the study employs APC dimensions as a relevant framework to assess 
the fulfilment of Millennial workplace expectations. Third, this study is one of the first to 
explore the extent to which companies consider Millennials’ employment expectations in their 
company profiles in a period of economic prosperity. Finally, the study provides useful 
information for companies, CEOs, and HR managers to create retention strategies that are more 
likely to appeal to potential Millennial employees.  
Finally, the study has important implications for companies, CEOs and HR managers. 
The findings show that Millennials place a strong emphasis on career development, financial 
reward and work-life-balance. They also prefer to work with company that provides pleasant 
atmosphere, fair attitudes towards employees, stability and benefits. On the other hand, the 
study found that companies do not give enough consideration to the Millennial expectations in 
their recruitment strategies. Thus, to take actions better tailor job offerings would enable 
companies to attract a Millennial worker. Moreover, a better understanding of workplace 
expectations of Millennials helps companies while designing their recruitment policy and 
procedures. 
It should be noted that the current study has some limitations. First, we focused only on 
a select group of Millennial students. For a more complex picture, further research can 
encompass a more diverse group of students within this generation. Furthermore, additional 
factors such as type and level of education, preliminary professional experiences, and their 
impact on the APC need to be considered. Next, the study was performed within a single 
country, the Czech Republic. Therefore, to make generalisations, future research could take 
place in different countries. Finally, we used data from only two years. Thus, further studies 
should include data covering a longer period to explore the long-term effect of socio-economic 
and political changes. 
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